Background: During two decades, Kazakhstan has been conducting various reforms, and specifically in the healthcare sector, which inherited the Soviet Union system. Timely implementation of governmental programs depends on the human resources (HR) potential opportunities. One of the main dimensions of healthcare system development is planning and establishing HR, based on the healthcare needs and requirements. National observatory of HR in health care was established for the realization of healthcare system development. The research that we had been conducted is dedicated for providing evaluation and assessment of the present HR performance and activity in healthcare organizations of the Republic of Kazakhstan. Aim: The aim of this research is to present critical evaluation and assessment of the present HR activities in healthcare organizations of the Republic of Kazakhstan. Result and Discussion: On analysis of research data, it was found out that there is an extreme need in elaboration and development of the HR institution capacity in Republic of Kazakhstan. Second, power base and establishment of the national observatory of HR in health care in Republican center for development can be mentioned as an upward trend. Conclusion: There is a demand in conducting professional training among HR managers in the perspective of providing talent pipeline for medical organizations and implementation of professional development programs HR in medical organizations.
INTRODUCTION

D
uring two decades, Kazakhstan has been conducting various reforms, and specifically in the healthcare sector, which inherited the Soviet Union system. Timely implementation of governmental programs depends on the human resources (HR) potential opportunities. The question of the proper professional background and qualification of the management in healthcare organizations, and companies providing services in HR development becomes extremely important when making decisions in the management of the medical staff, their direct activities in the formation of highquality HR potential of medical and nursing staff. The majority of studies proved that HR management plays an essential role in the quality of healthcare services development and improves the functioning of healthcare personnel by means of creation motivational and incentives system and tools, as well as a system of bonuses for competence. [1, 2] Nowadays, the majority of researchers confirm the connection between the efficient work of HR management and productivity of the medical organization. [3] [4] [5] E. Denisova-Schmidt noted that there are two different categories of professionals in Kazakhstan: One with previous professional experience in the Soviet Union (or in today's large Russian corporations that still retain elements of the Soviet corporate culture) and another -modern generation.
Both groups have different expectations from their employers and different understanding of the job, motivation to work, and retention factors. [6] Thus, HR planning system became one of the main directions in the development of the healthcare system [7] based on healthcare needs HR planning system is the key factor in resource-saving technologies implementation process. The creation of high-quality HR management is of particular importance. National observatory of HR in health care was established for realization of this task.
[8]
The aim of this research is to present critical evaluation and assessment of the present HR activities in healthcare organizations of the Republic of Kazakhstan.
METHODS
We developed a questionnaire based on a literature review. The key words are HR, capital, HR management, and candidate pool. Working group has generated two types of questionnaire with differentiated questions. The first questionnaire was dedicated for estimation and studies the opinion among staff of medical organizations (doctors, nurses, and other personnel -group 1) of the question of HR performance and functioning. The second questionnaire was dedicated for HR personnel in medical organizations (group 2). First, the surveys were tested among three medical organizations and also examined by two independent reviewers. The application of tested surveys was approved by Republican center for healthcare development.
Respondents were asked to select the most appropriate option for their opinion regarding the asked question. The survey was conducted anonymously using online Survey Monkey program. There is online database of addresses within the Republican center for healthcare development that was being used during research.
The survey was conducted in the second quarter of 2016. The participation in this survey was confidential and voluntary. We have conducted a sociological survey among 6143 people of the 1 st group, as well as 652 employees from the 2 nd group from 16 regions of Kazakhstan. Our study involved different representatives of almost all types of healthcare organizations in Kazakhstan. Types of medical organizations and the quantity of participants are represented in Table 1 . There is high percentage of the respondents represented by organizations which provide inpatient care, general medical practice, as well as inpatient clinics with outpatient department [ Table 1 ]. The analysis and data processing were performed using the specialized data processing SPSS statistical software.
RESULTS
We have deduced that the majority of the 1 st group -57.0% of respondents believe that their career depends on the decision of the head, at the same time, the business and organizational competences and attitude to work are also taken into account. However, 23% of the employees of the 1 st group do not know what determines their career growth.
Fifty three (4%) of the respondents made a point that employee turnover rate is mostly average, 8.3% of employees are willing to change jobs, in case of getting satisfying working conditions such as salary and position. 25.4% of the 1 st group are ready to change their workplace [ Table 2 ]. Employees of the HR department, respondents of the 2 nd group noted the presence of internal personnel reserve and 32.1% and 38.8% found it difficult to answer [ Figure 1 ].
Forty seven (4%) of the 1 st group respondents stated that work and process efficiency of the HR departments depends on the application of new technologies in their work [ Table 2 ]. However, 34 (3%) of respondents of the 1 st group pointed that the level of HR department is moderate, but still requires improvement in its efficiency [ Table 2 ]. At the same time, 52 (4%) from the 2 nd group consider the implementation of HR management professional development programs in the sphere of health care is essential and feasible [ Table 3 ]. 46 (4%) consider the best solution is to implement HR management professional development programs in local medical universities and 31 (5%) presume on engaging recent graduates from non-medical universities, mostly of HR management specialization to provide their services in HR development [ Table 3 ]. It was also conducted that 55 (2%) of the respondents from the 2 nd group are attending professional development courses in institutes that are not of medical specificity and other 54 (6%) in specialized medical institutions [ Figure 2 ]. 
DISCUSSION
In medical organizations, not all employees are aware of the career opportunities and types of motivation to apply for providing better quality medical care in healthcare organizations. Only 10% of respondents noted the possibility of creating a competitive commission based on objective criteria. At present, duties of HR department include: HR administration, consulting employees on various HR issues, reception, translation, and dismissal of employees. Participation in the development of job descriptions, planning the staffing needs for a short-and long-term period, development of the motivation system, organization of trainings, educational seminars, professional development training courses, the creation of a personnel reserve, monitoring of the labor market, informing the management of the company about the current market situation with the labor and the average wage, monitoring, and evaluation of individual performance of the personnel, development of corporate culture. 
